INTELLECTUAL STIMULATION AND HIGHER EDUCATION
PERFORMANCE: AN EMPIRICAL STUDY OF INDONESIA
PRIVATE HIGHER EDUCATION INSTITUTIONS

Syaiful Bakhri®, Ulul Azmi Muhammad Y, Alwi Mizal?
syaifulpoles@gmail.com P ululazmimuhammad99@gmail.com 2 alwimizal72@gmail.com ¥

D Institut Bakti Nusantara

ABSTRACT

Growing competition among higher education institutions, particularly private
universities, demands continuous enhancement of organizational performance.
Transformational leadership, specifically intellectual stimulation, is viewed as a key driver
in strengthening institutional outcomes. This study seeks to empirically assess the influence
of intellectual stimulation on the performance of private higher education institutions in
Indonesia. Using a deductive and causal research design, data were gathered through a survey
of institutional leaders in Southern Sumatra, yielding 163 valid responses from 205
distributed questionnaires.

The data were analyzed using Structural Equation Modeling (SEM), and the results
confirmed that the proposed model satisfied goodness-of-fit standards. Findings demonstrate
that intellectual stimulation significantly and positively affects institutional performance.
Leadership behaviors that promote critical thinking, creativity, and innovation therefore
play an essential role in improving organizational effectiveness. The study contributes to the
literature on transformational leadership in higher education and provides practical
guidance for enhancing leadership practices in private universities. Practically, the findings
also suggest that private higher education institutions should strengthen leadership practices
that encourage intellectual stimulation among academicians in order to improve institutional
governance and long-term organizational performance.

Keywords: intellectual stimulation, transformational leadership, higher education
performance, empirical study
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INTRODUCTION

Most studies on organizational
behavior posits performance as an outcome
of organizational behavior and human
resource management. Some researchers
have reviewed the relationship between
performance outcome variables and other
variables, such as motivation (Hendijani et
al., 2016),
behavior (OCB) (Indarti et al., 2017), and

organizational culture (Tan, 2019). The

organizational  citizenship

interrelationship between these variables
demonstrates that performance is a crucial
variable that needs to be examined to address
future challenges in achieving goals and
maintaining the existence of organizations,
including universities.

Yahya & Amalia (2016) stated that
higher education performance faces
significant challenges in several areas,
including the development of information
technology, high performance demands,
improved services and improvements to
teaching and learning facilities, and the
acceptance of higher-quality students.
Research
2011)

particularly private universities, still have

conducted by (Wiradinata,

indicates that  universities,

significant challenges to address. These
include the presence of multiple positions

within  key structures, low graduate

quality, minimal research and

publications, low student enrollment,

inadequate teaching staff qualifications,
inadequate campus and academic facilities,
organizations that are not operating
effectively and dynamically, and low trust
from educational stakeholders. This is
where the role of university leaders or
administrators is crucial in determining the
success of a university. University
leaders are the driving force behind the
organization, serving as the foundation
for the academic community within it to
achieve its vision and mission. Leadership
plays a crucial role, particularly in
fostering more effective performance in
line with the established vision and
mission. Organizations that implement
leadership  that  aligns  with  the
characteristics of their members will
maximize the achievement of their goals.
Among the types of leadership commonly
applied in various organizations, the
transformational leadership type, which
contains  elements of intellectual
stimulation, is considered  the most
suitable for application in the world of
education (Geijsel et al., 2003; Onorato,
2013; Anderson, 2017).

The study of the relationship
between intellectual stimulation and
organizational performance is a topic of
interest among researchers in human
resource management and organizational
stimulation s

behavior. Intellectual

typically considered part of the
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transformational leadership  variable,

which is linked to organizational
outcomes. Most research indicates that
intellectual stimulation is a determining
factor in organizational success.

Recent studies have demonstrated
a relationship  between these two
variables. Research conducted by Ondari
etal. (2018) wused linear regression
analysis. They conducted a study with
165 respondents who were leaders of state-
owned enterprises in Kenya. The results

showed that intellectual
stimulation was significantly related to
organizational  performance at these
enterprises. Similarly, a recent study by
Gitu & Awuor (2020) with 87 respondents
from the management level at a pipeline
company in Kenya found that using
regression analysis, intellectual
stimulation had a limited effect on
organizational performance at the
Kenyan pipeline company. Another
study, using a different country context
and analytical tools, was conducted by
Pongpearchan (2016), who studied 400
Toyota dealerships in Thailand. Using
ordinary least squares regression, this
study found that intellectual stimulation
and inspirational motivation have a
significant relationship with corporate
success. Another study using ordinary least
squares regression analysis was conducted

by Tahir (2015), who studied 800

respondents from the corporate sector in
Pakistan. The results concluded that
intellectual stimulation has a significant
positive  effect on  organizational
performance.

Although the literature shows
positive results regarding the relationship
between leadership roles and organizational
performance, there are important research
gaps that need to be addressed. First, most
previous research was conducted in the
context of business organizations or the
industrial sector, while empirical studies
specifically examining the effect of
intellectual stimulation on the performance
of higher education institutions, particularly
Private Higher Education Institutions
(PHEI), are relatively limited. Second,
previous research has focused primarily on
the context of developed or developing
countries outside Indonesia, so the
generalizability of the findings to the context
of private universities in Indonesia still
requires further testing. Third, some studies
position intellectual stimulation as part of the
overall transformational leadership
construct, rather than as an independent
variable specifically tested for
organizational performance. The last,
Southern Sumatra represents an important
context for examining leadership and
institutional performance because the region
comprises a large number of private higher

education institutions operating under
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intense competition for student enrollment,
faculty quality, research productivity, and
institutional accreditation. Similar to many
other regions in

Indonesia, private

universities in Southern Sumatra face

increasing pressure to improve
organizational effectiveness while
responding to demographic changes,

resource constraints, and evolving quality

assurance standards. These contextual

characteristics make Southern Sumatra an

appropriate empirical setting for
investigating whether intellectual
stimulation can enhance institutional

performance within Indonesian private
higher education.

Based on these gaps, this research is
crucial to empirically examine the
influence of intellectual stimulation on the
performance of private universities in
Southern Sumatra, Indonesia. This study is
expected to enrich the literature on
leadership in the higher education sector and
provide practical contributions to university
administrators in designing more effective

and contextual leadership practices.

THEORETICAL REVIEW

Transformational Leadership

Effective leadership is essentially
characterized by several key
characteristics, including communication
skills,

integrity, concern for others,

rewarding achievement, teamwork
orientation, forward-looking vision and
ideas,  assertiveness  coupled  with
responsibility, and competence (Drouillard
& Kileiner, 1996). These characteristics
demonstrate that a qualified leader is able
to positively influence subordinates by
stimulating ideas, ultimately fostering
members' self-confidence as an integral
part of the organization. Once this self-
confidence is established, the leader's role
emphasizes motivational functions, so that
members feel a sense of connection
between themselves and the organization.
This leadership style is categorized by
(Burns, 1978) as transformational
leadership.

He  defined

leadership as a reciprocal process of

transformational

interaction between leaders and followers
in mobilizing various resources based on
specific motives and values to achieve
shared goals in a context of competition
and conflict. Meanwhile, Bass & Avolio,
as cited in Walumbwa et al. (2008), view
transformational leadership as a leader's
ability to transform followers' values,
needs, aspirations, and priorities, while
simultaneously motivating them to exceed
initial expectations. Thus, transformational
leadership is oriented toward developing
the potential of organizational members
and strengthening their commitment

through the advancement of more
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meaningful goals.

In the context of the education sector,
leadership plays a strategic role, particularly
in driving the changes needed to achieve
more effective organizational management.
Educational organizations that implement
leadership  styles aligned with the
characteristics of their members have a
greater chance of optimally achieving their
goals (Bakhri et al., 2025). Therefore,
transformational leadership is seen as a
relevant approach, given its characteristics
that emphasize the involvement and
motivation of organizational members.

Leithwood & Jantzi (2000) suggest
that  transformational  leadership  in

educational organizations encompasses
several key factors. First, initiating and
identifying a vision, namely the leader's role
in formulating and developing the
educational institution's vision, thereby
increasing educator commitment to strive
harder to achieve organizational goals.
Second, individual support and
consideration, which emphasizes the leader's
attention to the development and mentoring
of educators, including through the
delegation of challenging tasks, providing
feedback, and recognizing and meeting
individual educator needs. Third, intellectual
stimulation. In this factor, transformational
leaders stimulate creativity and
professionalism by encouraging teachers to

question their beliefs and values, and by

enhancing their ability to solve complex
problems.

In line with the views of previous
experts, Robbins & Judge (2013) suggest
that  transformational leadership s
characterized by four main dimensions:
idealized influence, inspirational
motivation, intellectual stimulation, and
individualized consideration. These four
dimensions represent the leader's behavior
in influencing, motivating, and developing
followers holistically.

Based on this framework,
intellectual stimulation can be understood
as a leadership characteristic that
encourages organizational members to
think rationally, critically, and
innovatively in dealing with various
situations. This stimulation emphasizes the
leader's efforts to encourage members to
review routine practices and foster new
ideas relevant to the challenges they face.
Through this approach, members are
guided to develop more creative and
adaptive mindsets in response to emerging

problems.

Intellectual Stimulation

Intellectual stimulation is a key
element of transformational leadership and
is often used as an independent variable in
various evaluative studies (Orabi, 2016). In
management literature, the role of

intellectual stimulation on organizational
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performance is analyzed as a factor

influencing  various individual ~ work
within  the

Leithwood & Jantzi (2006) explain that

outcomes organization.

through intellectual stimulation,

transformational leaders encourage
increased creativity and professionalism by
encouraging staff to re-examine their beliefs
and values, while simultaneously developing
their ability to solve complex problems.

Intellectual stimulation occurs when
leaders encourage followers to be innovative
and creative by challenging existing
assumptions, reformulating problems, and
approaching old situations with new
approaches (Sandvik et al., 2018). Based on
these characteristics, leaders who implement
intellectual stimulation encourage
organizational members to innovate in
problem-solving, develop their potential,
and set challenging work goals. This practice
not only provides space for members to be
creative and innovative but also fosters their
commitment and involvement in developing
the organization's vision.

Avolio et al. (1999) identified four
key indicators of intellectual stimulation: a
leader's ability to encourage re-
examination of existing assumptions, seek
alternative perspectives, propose new

approaches, and present divergent

viewpoints. These four indicators can be
reflect

used to organizational

achievements or outcomes. In line with

this, Yukl & Gardner (2020) emphasized
that leaders who emphasize intellectual
stimulation need to demonstrate support,
provide encouragement, and facilitate
training for their followers.

Furthermore, intellectual stimulation
contributes to improving an individual's
ability to complete

tasks, generate

innovative  ideas, and  encourage
subordinates to express new ideas. This
dimension is a key component of
leadership oriented toward organizational
improvement through creativity and
knowledge creation to build sustainable
competitive advantage (Avolio et al.,
1999). Innovation itself rests on creative
knowledge developed through intellectual
stimulation (Ngah & Ilbrahim, 2012).
Ultimately, the intellectual capital
developed will contribute to improving
organizational performance and

strengthening its competitive position.

Higher Education Performance
Organizational performance is a
broad concept in management studies and,
to date, lacks a single, agreed-upon
definition, given the diverse perspectives
used. However, organizational
performance can be understood as the level
of achievement of an organization's
programs and policies in realizing the
vision, mission, and objectives formulated
in the

organization's strategic plan
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(Mahsun, 2006).
employ a leadership style aligned with the

Organizations that

characteristics of their members tend to
achieve more optimal performance.

Performance is a crucial concept for
organizations, indicating the extent to which
organizational tasks are carried out in order
to achieve goals. Kren & Sellei (2020) stated
that performance is inseparable from the
contributions of individual members to the
organization, making organizational
performance a factor that can be used to
improve  organizational  effectiveness.
Organizational performance is so important
that it is necessary to analyze the individual,
group, and organization factors involved in
shaping organizational behavior.

Mishra & Suar (2010) view
organizational performance from at least
two main dimensions: financial and non-
financial performance. Financial
performance generally focuses on past
achievements and relies on the utilization of
the organization's tangible assets. This
approach often makes organizations less
able to identify the potential of intangible
assets that could positively contribute to
organizational sustainability. Conversely,
non-financial performance measurement
places greater emphasis on long-term
success stemming from intangible assets,
such as reputation, the quality of supplier
relationships, and legitimacy from external

stakeholders.

However, the primary
organizational challenge lies not solely in
the complexity ~ of  performance
measurement, but rather in the demand for
high performance and the strategies
employed to achieve it. This demand
applies not only to for-profit organizations
various

but also to non-profit

organizations, including universities.

Universities face increasingly fierce
competition among higher education
providers. This situation forces each
university to demonstrate  superior
performance to attract public interest.
Universities perceived as having high
performance tend to be the primary choice,
while those unable to demonstrate
adequate performance are likely to be
abandoned by prospective students.
Increased  competition among
universities has two main consequences.

Wahyudin (2015) stated that on the

positive  side, this competition
encourages improvements in service
quality and educational attainment.

However, on the other hand, competition
can also have a negative impact, resulting
in a decline in student numbers at some
Private Higher Education Institutions
(PHEI). This is due to PHEI 's high
dependence on student funding sources,
such as  educational development
contributions, institutional development

contributions, and tuition fees. Therefore,
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the sustainability of PHEI in Indonesia is
largely determined by the institution's
ability to meet an adequate student intake;
PHEI with a stable student body have a
greater opportunity for growth than those
unable to meet the minimum student
intake.

Measuring the performance of higher
education institutions differs from that of
companies, as it places greater emphasis on
the non-profit aspect. Dill (1999) proposed
five main dimensions for assessing higher
education performance: curriculum design,
pedagogical design, implementation quality,
graduate outcomes, and resource availability.
These five dimensions explicitly reflect
a non-commercial orientation in
higher education management.

Barney & Hesterly (2020) stated that
a university's performance can be
categorized as good if the institution is able
to carry out education and teaching
activities, research, and community service
in a manner superior to that of other
universities. Meanwhile, Hill & Jones
(2009) argue that university rankings can be
used as an indicator to represent the
performance  of  higher  education
institutions.

In Indonesia, Law Number 12 of
2012 emphasizes that the primary duties of
universities include implementing the Tri
Dharma  Perguruan

Tinggi, namely

education and teaching, research, and

community service. Within the framework
of universities as corporate entities, the
implementation of the Tri Dharma is a
primary  indicator  of institutional
performance. Referring to the concept of
superior performance, characterized by
above-average achievements in an
industry, a university's performance can be
considered superior if it achieves a better
ranking than other universities.
Based on these  various
perspectives and the regulatory framework
in Indonesia, university rankings can be
used as an indicator of institutional
performance. Higher education rankings
are understood as the outcome of an
institution's ability to conduct education
and teaching, research, and community
service. Therefore, to complement the Tri
Dharma indicators in measuring university
performance, this study also adopted
higher education rankings or reputation as
an additional performance indicator.
These rankings reflect external
recognition of a university's quality based
on specific criteria. In the context of higher
education, institutional accreditation is one
form of this reputational recognition.
Karathanos & Karathanos (1996) stated
that, from a management and business
perspective, higher education performance
can be measured through qualification
formal

standards  established by

accreditation bodies. This aligns with
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Government Regulation Number 19 of
2005, Article 1, paragraph 21, which states
that higher education rankings can be
assessed based on their accreditation
status. Accreditation is an evaluation
process of the quality and suitability of an
institution or study program conducted by
an independent agency outside of higher
education (Makhoul, 2019). Based on
these  conceptual and  empirical
descriptions, the hypothesis proposed in
this study is that intellectual stimulation
has a positive effect on organizational

performance.

METHODS

This study employs a deductive
approach encompassing both exploratory
and explanatory research. Exploratory
research is used to identify relatively new
relationship patterns, while explanatory
research aims to explain phenomena or
indications emerging from the research
object. Through this deductive approach,
data is analyzed empirically and
systematically, then compared with relevant
theoretical frameworks. Based on the
research objectives, this study is classified
as causal research, which seeks to explain
the causal relationship between intellectual
stimulation and organizational performance.
The respondents in this study were
institutional leaders representing private

higher education institutions in Southern

Sumatra. Specifically, the respondents
consisted of Rectors from universities and
institutes, Chairpersons from
(Sekolah  Tinggi),

polytechnics.

colleges
and Directors from

was conducted
distribution of 205
questionnaires, both online and offline.

Data collection
through  the
Offline data collection was conducted
through direct field data collection, while
online data collection utilized the Google
Forms application. Of the total
questionnaires distributed, 163 (79.5%) were
returned and used for analysis, while 42
(20.5%) were incomplete. The response rate
of 79.5% was deemed adequate, referring to
Sekaran and Bougie (Sekaran & Bougie,
2016), who stated that a response rate of

30% is acceptable in survey research.

The 163 valid questionnaires were
Structural
Modeling (SEM) approach,

producing a model that met the goodness

then analyzed using the
Equation

of fit criteria. This sample size was deemed
sufficient based on the recommendations
of Hair et al. (2014), who suggest a sample
size of between 100 and 200 respondents

for SEM analysis.

The research instrument consisted
of 16 questions measured on a 5-point
Likert scale, with scores ranging from 1 =
strongly disagree to 7 = strongly agree. The

intellectual stimulation variable was
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measured using eight questions adapted
from MacKenzie et al. (2001) and (2009).
Questions include “Our institution informs
employees about how work is done”, “Our
institution encourages employees to think
about the best way to do their work”, “Our
institution encourages employees to
generate new ideas for the institution's
progress’, and “Our institution supports
employees in expressing ideas and
perspectives from different perspectives”.
Meanwhile, the higher education
performance measurement was developed
based on indicators proposed by
Karathanos and Karathanos (1996) and
Barney and Hesterly (2020). Questions
institution

include “Our consistently

develops teaching materials”, “Our
institution publishes research in reputable
scientific  journals”, “Our institution
actively participates in community service
activities”, and “Our institution produces
competent output according to community

needs”.

RESULTS AND DISCUSSION

Table 1 show the demographics of
respondents consisting of gender, age, level
of education, length of work experience, and
functional position.

Direct effect analysis was conducted to
test the relationship between variables as
formulated in the research hypothesis.

Hypothesis testing was conducted on a

model that met the goodness of fit criteria for
each proposed relationship parameter. In the
full model SEM analysis stage, evaluation
was conducted through model fit testing and
statistical tests. The results of the research
model testing, shown in Figure 1, indicate
that all path coefficients are positive,
consistent with the direction of the
hypothesized relationship. Furthermore, the
results of the direct effect testing are

presented through regression weight values
or path coefficients, as listed in Table 2.

After the SEM model was declared to
meet the suitability criteria, a significance
test was conducted to determine the
relationship between variables. This test was
conducted partially by comparing the critical
ratio (CR) or significance level (probability/p-
value) to the resulting regression weights.
The critical ratio (CR) value is equivalent

to the t-value in conventional (non-
structural)  regression  analysis. The
resulting structural model comprehensively
explainsthe  causal relationship between
intellectual stimulation and higher education
performance through the development of a
single integrated model from each factor
tested in the previous stage.

After testing the model, a good fit
index was obtained, reflected in a high chi-
square value of 99.561 with a probability
of 0.328 and a CMIN/DF of 1.059, a GFI

of 0.930 and an AGFI of 0.899, a TLI of
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0.996, a CFI of 0.997, and an RMSEA of
0.019. The calculations under the
goodness of fit criteria for the model, as
described above, demonstrate that
compatibility is well established.

Thus, it can be concluded that the
developed model is able to adequately
represent the causal relationship between
the variables studied, making it worthy of
acceptance and use for further analysis.
The test results presented in Table 1 were
used to evaluate the critical ratio (CR)
value and the significance level (p-value).
Based on the parameter estimates of the
relationship  between the intellectual
stimulation variable and the performance
of private universities, a path coefficient
with a positive direction was obtained.
The significance test showed a CR value
of 7.978 with a probability value of less
than 0.05. A significance level below the
0.05 Ilimit indicates that intellectual
stimulation has a significant effect on
the performance of private universities.
Therefore, the results of this statistical test
support and accept the previously
formulated hypothesis.

The significant influence of
intellectual ~ stimulation on  higher
education performance has important
implications in the context of Indonesia's
higher education policy. In recent years,
private higher education institutions have

been required to adapt to various national

initiatives aimed at improving academic
quality, institutional competitiveness, and
graduate outcomes. These include the
implementation of the Merdeka Belajar
Kampus Merdeka (MBKM) policy,
Outcome-Based Education (OBE), and
increasingly  stringent  accreditation
standards that emphasize innovation in
learning, research productivity,
community engagement, and collaboration
with industry. These policy initiatives
require institutional leaders to encourage
lecturers and academic staff to think
critically, develop innovative learning
strategies, and continuously improve
institutional practices.

In this

context, intellectual

stimulation  becomes an  essential
leadership capability because it encourages
organizational members to challenge
conventional approaches, generate creative
solutions, and respond proactively to
policy changes. Leaders who promote open
dialogue, knowledge sharing, and
innovation are more likely to facilitate
successful implementation of MBKM
programs, improve scientific publication
performance, strengthen research
collaboration, and enhance institutional
quality assurance systems.

Beyond its statistical significance,
intellectual stimulation may improve
higher education performance by fostering

an organizational climate that values
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innovation, continuous learning, and
adaptability. Leaders who challenge
existing assumptions and encourage
lecturers and academic staff to explore
new ideas create opportunities for
innovative teaching methods,
interdisciplinary collaboration, and more
effective institutional problem-solving.
Such an environment enables higher
education institutions to respond more
quickly to changes in educational policies,
technological developments, and the
evolving expectations of students and
external stakeholders.

Another possible explanation is
that intellectual stimulation enhances
lecturers' psychological engagement and
sense of ownership toward institutional
development. When leaders encourage
participation in decision-making,
appreciate  diverse perspectives, and
support  experimentation  with  new
approaches, lecturers are more likely to
feel valued and empowered. This
condition  strengthens  collaborative
behavior, organizational commitment, and
voluntary contributions beyond formal job
responsibilities, which ultimately improve

academic and managerial performance. As

a result, intellectual stimulation serves as a
catalyst for developing a more committed
academic community capable of sustaining
institutional excellence.

Intellectual stimulation may also
strengthen  research performance by
encouraging  lecturers to  develop
innovative research ideas, establish
interdisciplinary collaborations, and seek
external research funding. Leaders who
promote critical inquiry and intellectual
exchange create an academic culture where
research and scientific publication become
integral components of institutional
development  rather  than  merely
administrative obligations.

Leaders who stimulate critical
thinking and encourage the exchange of
ideas create an academic environment that
supports collaboration, innovation, and
continuous organizational learning (Bakhri
and Pariyanti, 2025). Such conditions
enable lecturers and academic staff to
contribute more actively to institutional
development,  thereby  strengthening
organizational performance and enhancing
the competitiveness of private higher

education institutions.
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Table 1. Respondent Description

Demography Category Amount %
Gender
Female 53 32.52
<30vy.0. 20 12.27
A 3ly.0-40y.0 39 23.93
ge 41y.0-50y.0 56 34.36
>51y.0. 48 29.45
Level of educafi Master Degree/S2 144 88.34
evel of education Doctoral Degree/S3 19 11.66
3-5y.0. 22 13.50
6-10 y.o0. 40 24.54
Length of work 1115 yo. 43 26.38
>16 y.0. 58 35.58
Professor 2 1.23
Functional Positions Associate Professor 14 8.59
Assistant Professor 147 90.18
Source: Primary data processed, 2022
Figure 1: Full model SEM
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Table 2.
Weight Structural Equational Regression
Estimate S.E. C.R. P Summary
University Intellectual ,822 ,103 7,978 Hhx Accepted
Performance Stimulation

Source: Primary data processed, 2022
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The results of the hypothesis testing
in this study indicate that intellectual
stimulation has a positive effect on
organizational performance, thus the
proposed hypothesis is accepted. This
finding indicates that the effective
implementation of intellectual stimulation
by leaders of private universities in Southern
Sumatra, Indonesia, positively contributes
to improving the performance of higher
education institutions.

This research finding aligns with
the study by Yasin et al. (2014), which
suggests that intellectual stimulation can be
utilized as an instrument to encourage
innovation and improve the performance of
small and medium enterprises (SMEs).
They also found a strong positive
relationship  between innovation and
performance. Furthermore, this study's
results are consistent with the findings of
Kirui et al. (2015), which stated that
intellectual stimulation and individual
attention have a significant influence on
creating effective organizational
performance.

Leadership is a central function in
organizational management, given that
effective leadership plays a crucial role in
enhancing organizational competitiveness.
Leadership enables the alignment of human
resources, time, and other organizational

resources to achieve established goals

(Alrowwad et al., 2020). One widely
studied form  of  leadership s
transformational leadership, characterized
by attributes such as charisma, intellectual
stimulation, and individualized attention.
While there are differing views regarding
the influence of each of these attributes, a
study by Brandt et al. (2016) showed that
transformational leadership characteristics
can influence organizational performance
through various mechanisms, ultimately
improving the organization's overall

effectiveness and performance.

CONCLUSION

Leadership issues in higher
education are seen as having a strategic
role, particularly in driving more
effective organizational performance.
Optimal achievement of organizational
goals will be easier if the leadership style
applied is tailored to the characteristics of
its members. In leadership practices at
Private Higher Education Institutions
(PHEI), the application of intellectual
stimulation is generally realized through
regular coordination meetings, technical
guidance in accordance with job
descriptions, and various training
programs for lecturers and educational
staff.

Through these activities, lecturers
and PHEI staff are given the opportunity

to acquire knowledge and improve
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competencies that can be utilized in
carrying out daily work activities. In this
environment, organizational members are
encouraged to consistently use rational
and innovative thinking in carrying out
their duties. This finding aligns with the
view of Leithwood & Jantzi (2006), who
stated that leaders who implement
intellectual stimulation will stimulate
creativity and professionalism by
encouraging educators to reconsider their
beliefs and values and improve their
ability to solve complex problems.

This study has several limitations
that should be considered when interpreting
the findings. First, the study was conducted
only in private higher education institutions
located in Southern Sumatra, which may
limit the generalizability of the findings to
other regions of Indonesia with different
institutional characteristics. Second, the
research employed a cross-sectional design
that captured respondents' perceptions at a
single point in time, making it difficult to
observe changes in leadership practices and
organizational performance over time.
Third, the model examined only the direct
effect of intellectual stimulation on
university performance without
considering  other organizational or
individual factors that may explain the

relationship more comprehensively.

Future studies are encouraged to
expand the geographical coverage by
including private and public higher
education institutions from  different
regions of Indonesia or conducting cross-
country comparative studies to improve
external validity. Furthermore, future
research should incorporate mediating or
moderating variables, such as
organizational commitment, organizational
culture,  innovation  capability, or
knowledge sharing, to provide a deeper
understanding of the mechanisms through
which intellectual stimulation influences
organizational performance. Longitudinal
research designs are also recommended to
examine the long-term effects of
transformational leadership practices on
institutional sustainability and

performance.

REFERENCES

Alrowwad, A., Abualoush, S. H.,, &
Masa’deh, R. (2020). Innovation and
intellectual capital as intermediary
variables among transformational
leadership, transactional leadership,
and organizational performance.
Journal of Management
Development, 39(2), 196-222.
https://doi.org/10.1108/JMD-
02-2019-0062

Anderson, M. (2017). Transformational
Leadership in Education.
International ~ Social  Science
Review, 93(1), 1-13. JSTOR.

Avolio, B. J., Bass, B. M., & Jung, D. I.

Syaiful Bakhri, Ulul Azmi Muhammad, Alwi Mizal; Intellectual Stimulation and Higher Education Performance: An 15
Empirical Study Of Indonesia Private Higher Education Institutions
Volume 22, No 2, July 2026 — SEGMEN Jurnal Manajemen Dan Bisnis


https://doi.org/10.1108/JMD-02-2019-0062
https://doi.org/10.1108/JMD-02-2019-0062
https://doi.org/10.1108/JMD-02-2019-0062

(1999). Re-examining the
components of transformational
and transactional leadership using
the Multifactor Leadership. Journal
of Occupational and
Organizational Psychology, 72(4),
441-462.
https://doi.org/10.1348/09631799916
6789.

Bakhri, S., Buchori, B., & Mauladani, A.

(2025). Literasi Digital Guru di

Era Digital: Dampak
Kepemimpinan  Melayani  dan
Budaya Organisasi Adaptif

Terhadap Penguatan SDM. 14(3).

Bakhri, S., & Pariyanti, E. (2025). How

Do Toxic Environments, Negative
Gossip, And Islamic Workplace
Spirituality Influence Knowledge
Hiding?. JURNAL ECONOMIA:
Universitas Negeri
Yogyakarta, 21(1), 1-17.

Barney, J. B., & Hesterly, W. S. (2020).

Strategic Management and
Competitive Advantage. Pearson
Education, Inc.

Brandt, T., Laitinen, E. K., & Laitinen, T.

(2016). The effect of
transformational leadership on the
profitability of Finnish firms.
International Journal of
Organizational Analysis, 24(1),
81-106.
https://doi.org/10.1108/1JOA-
03-2014-0744

Burns, J. M. (1978). Leadership. Harper

Dill,

and Row.
D. D. (1999). Academic
accountability  and  university

adaptation: The architecture of an
academic learning organization.
Higher Education, 38(2), 127-
154.
https://doi.org/10.1023/A:10037624
20723

Drouillard, S. E., & Kleiner, B. H. (1996).

“Good” leadership. Management
Development Review, 9(5), 30-33.
https://doi.org/10.1108/0962251961
0131554

Geijsel, F., Sleegers, P., Leithwood, K., &

Gitu,

Hair,

Jantzi, D. (2003). Transformational
leadership effects on teachers’
commitment and effort toward school
reform. Journal of Educational
Administration, 41(3), 228-256.
https://doi.org/10.1108/09578230310
474403

P., & Awuor, E. (2020). Influence of
Charismatic Leadership and
Intellectual Stimulation on
Organizational Performance in The
Energy Sector in Kenya: A Case of
Kenya Pipeline Company Limited.
2(3), 67-79.

J. F., Black, W. C., Babin, B. J.,, &
Anderson, R. E. (2014). Multivariate
Data Analysis (7 edition). Pearson
Education Limited.

Hendijani, R., Bischak, D. P., Arvali, J., &

Hill,

Dugar, S. (2016). Intrinsic
motivation, external reward, and
their effect on overall motivation and
performance. Human Performance,
29(4), 251-274.
https://doi.org/10.1080/08959285.20
16.1157595

C. W. L., & Jones, G. R. (2009).
Strategic Management Theory: An
Integrated Approach (9 edition).
South-Western Cengage Learning.

Indarti, S., Solimun, Fernandes, A. A.R., &

Hakim, W. (2017). The effect of OCB
in relationship between personality,
organizational commitment and job
satisfaction on performance. Journal
of  Management  Development,
36(10), 1283-1293.
https://doi.org/10.1108/JMD-
11-2016-0250

Karathanos, D., & Karathanos, P. (1996).

The Baldrige Education Pilot Criteria
1995: An Integrated Approach to

Continuous Improvement in
Education. Journal of Education for
Business, 71(5), 272-276.

https://doi.org/10.1080/08832323.19
96.10116797

Kirkman, B. L., Chen, G., Farh, J.-L., Chen,

Z. X., & Lowe, K. B. (2009).

Syaiful Bakhri, Ulul Azmi Muhammad, Alwi Mizal; Intellectual Stimulation and Higher Education Performance: An 16
Empirical Study Of Indonesia Private Higher Education Institutions
Volume 22, No 2, July 2026 — SEGMEN Jurnal Manajemen Dan Bisnis


https://doi.org/10.1348/096317999166789
https://doi.org/10.1348/096317999166789
https://doi.org/10.1108/IJOA-03-2014-0744
https://doi.org/10.1108/IJOA-03-2014-0744
https://doi.org/10.1108/IJOA-03-2014-0744
https://doi.org/10.1108/09622519610131554
https://doi.org/10.1108/09622519610131554
https://doi.org/10.1108/09622519610131554
https://doi.org/10.1108/09578230310474403
https://doi.org/10.1108/09578230310474403
https://doi.org/10.1080/08959285.2016.1157595
https://doi.org/10.1080/08959285.2016.1157595
https://doi.org/10.1080/08959285.2016.1157595
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1080/08832323.199
https://doi.org/10.1080/08832323.199
https://doi.org/10.1080/08832323.1996.10116797

Individual Power Distance
Orientation and Follower Reactions
to Transformational Leaders: A

Cross-Level, Cross-Cultural
Examination. Academy of
Management Journal, 52(4), 744—
764.
https://doi.org/10.5465/amj.2009.43
669971

Kirui, J. K., Iravo, M. A., & Kanali, C.
(2015). Influence of Intellectual
Stimulation and Individualized
Consideration in Effective
Organizational Performance in
State-Owned Banks in Kenya.
International Journal of Research
in Applied, Natural and Social
Sciences, 3(10), 111-120.

Krén, H., & Séllei, B. (2020). The Role of
Emotional Intelligence in
Organizational Performance.
Periodica Polytechnica Social and
Management Sciences, 29(1), 1-9.
https://doi.org/10.3311/PPs0.15879

Leithwood, K., & Jantzi, D. (2000). The
effects of transformational
leadership  on  organizational
conditions and student engagement
with school. Journal of Educational
Administration, 38(2), 112-129.
https://doi.org/10.1108/0957823001
0320064

Leithwood, K., & Jantzi, D. (2006).
Transformational school leadership
for large-scale reform: Effects on
students, teachers, and their
classroom practices. School
Effectiveness and School
Improvement, 17(2), 201-227.
https://doi.org/10.1080/0924345060
0565829

MacKenzie, S. B., Podsakoff, P. M., &
Rich, G. A. (2001).
Transformational and
Transactional  Leadership and
Salesperson Performance. Journal
of the Academy of Marketing
Science, 29(2), 115-134.
https://doi.org/10.1177/0307945999
4 506

Mahsun, M. (2006). Pengukuran Kinerja
Sektor Publik. BPFE.

Makhoul, S. A. (2019). Higher education
accreditation, quality assurance
and their impact to teaching and
learning enhancement. Journal of
Economic and  Administrative
Sciences, 35(4), 235-250.
https://doi.org/10.1108/JEAS-
08-2018-0092

Mishra, S., & Suar, D. (2010). Does
Corporate  Social Responsibility
Influence Firm Performance of
Indian Companies? Journal of
Business Ethics, 95(4), 571-601.
https://doi.org/10.1007/s10551-010-
0441-1

Ngah, R., & Ibrahim, A. R. (2012). The
relationship of intellectual capital,
innovation and  organizational
performance: A preliminary study in
Malaysian SMEs. Advances in
Global Business Research, 1(1), 34—
54.

Ondari, J. N., Were, S., & Gladys, R. (2018).
Effect of Intellectual Stimulation on
Organisational Performance of State
Corporations in Kenya. Journal of
Novel Research in  Marketing
Management and Economics, 5(1),
9-26.

Onorato, M. P. (2013). Transformational
leadership style in the educational
sector: An empirical study of
corporate managers and educational
leaders. Academy of Educational
Leadership Journal, 17(1), 33-47.

Orabi, T. G. A. (2016). The Impact of
Transformational Leadership Style
on Organizational  Performance:
Evidence from Jordan. International
Journal of Human Resource Studies,
6(2), 89-102.

Pongpearchan, P. (2016). Effect of
transformational ~ leadership  on
strategic human resource
management and firm success of
Toyota’s dealer in Thailand. Journal
of Business and Retail Management
Research, 10(2), 53-63.

Syaiful Bakhri, Ulul Azmi Muhammad, Alwi Mizal; Intellectual Stimulation and Higher Education Performance: An 17
Empirical Study Of Indonesia Private Higher Education Institutions
Volume 22, No 2, July 2026 — SEGMEN Jurnal Manajemen Dan Bisnis


https://doi.org/10.5465/amj.2009.43669971
https://doi.org/10.5465/amj.2009.43669971
https://doi.org/10.5465/amj.2009.43669971
https://doi.org/10.3311/PPso.15879
https://doi.org/10.1108/09578230010320064
https://doi.org/10.1108/09578230010320064
https://doi.org/10.1108/09578230010320064
https://doi.org/10.1080/09243450600565829
https://doi.org/10.1080/09243450600565829
https://doi.org/10.1080/09243450600565829
https://doi.org/10.1177/03079459994506
https://doi.org/10.1177/03079459994506
https://doi.org/10.1177/03079459994506
https://doi.org/10.1108/JEAS-08-2018-0092
https://doi.org/10.1108/JEAS-08-2018-0092
https://doi.org/10.1108/JEAS-08-2018-0092
https://doi.org/10.1007/s10551-010-0441-1
https://doi.org/10.1007/s10551-010-0441-1
https://doi.org/10.1007/s10551-010-0441-1

Robbins, S. P., & Judge, T. A. (2013).
Organizational  Behavior  (15th
edition). Pearson Education Limited.

Sandvik, A. M., Croucher, R., Espedal, B.,
& Selart, M. (2018). Intellectual
stimulation and team creative climate
in a professional service firm.
Evidence-Based HRM: A Global
Forum for Empirical Scholarship,
6(1), 39-53.
https://doi.org/10.1108/EBHRM-
01-2017-0006

Sekaran, U., & Bougie, R. (2016).
Research Methods for Business: A
Skill Building Approach. Wiley.

Tahir, H. (2015). Leadership style and
Organizational Performance: A
Comparative  study  between
Transformational and
Transactional Leadership styles.
IBT Journal of Business Studies,
11(2), 257-274.

Tan, B.-S. (2019). In search of the link
between organizational culture and
performance: A review from the
conclusion validity perspective.
Leadership &  Organization
Development Journal, 40(3), 356—
368.
https://doi.org/10.1108/LODJ-
06-2018-0238

Wahyudin, N. (2015). Analisis Faktor-
Faktor  yang Mempengaruhi
Keunggulan ~ Bersaing  Untuk
Meningkatkan Kinerja Perguruan
Tinggi Swasta (PTS) Pada Sekolah
Tinggi dan Akademi di Semarang.
Holistic Journal of Management

Research, 3(2), 77-93.

Walumbwa, F. O., Wu, C., & Orwa, B.
(2008). Contingent reward
transactional  leadership, work
attitudes, and  organizational
citizenship behavior: The role of
procedural justice climate
perceptions and strength. The
Leadership Quarterly, 19(3), 251
265.
https://doi.org/10.1016/j.leaqua.200
8.03.004

Wiradinata, R. (2011). Manajemen
Pengembangan Kinerja Perguruan
Tinggi: Studi tentang Pengaruh
Kompetensi Individu, Kreativitas
Pimpinan dan Faktor Lingkungan
terhadap  Kinerja  Universitas
Swasta di Jawa Barat. Universitas
Pendidikan Indonesia.

Yahya, A., & Amalia, R. (2016). Pengaruh
sistem kerja terhadap Kkinerja
perguruan tinggi dan implikasinya
terhadap kepercayaan mahasiswa
Universitas Syiah Kuala. Jurnal
Pencerahan, 10(1), 1-10.

Yasin, G., Nawab, S., Bhatti, K. K., &
Nazir, T. (2014). Relationship of
Intellectual Stimulation, Innovations
and SMEs Performance:
Transformational Leadership a
Source of Competitive Advantage in
Smes. Middle-East Journal of
Scientific Research, 19(1), 74-81.

Yukl, G., & Gardner, W. L. (2020).
Leadership in organizations (Ninth
edition, global edition). Pearson.

Syaiful Bakhri, Ulul Azmi Muhammad, Alwi Mizal; Intellectual Stimulation and Higher Education Performance: An 18
Empirical Study Of Indonesia Private Higher Education Institutions
Volume 22, No 2, July 2026 — SEGMEN Jurnal Manajemen Dan Bisnis


https://doi.org/10.1108/EBHRM-01-2017-0006
https://doi.org/10.1108/EBHRM-01-2017-0006
https://doi.org/10.1108/EBHRM-01-2017-0006
https://doi.org/10.1108/LODJ-06-2018-0238
https://doi.org/10.1108/LODJ-06-2018-0238
https://doi.org/10.1108/LODJ-06-2018-0238
https://doi.org/10.1016/j.leaqua.2008.03.004
https://doi.org/10.1016/j.leaqua.2008.03.004
https://doi.org/10.1016/j.leaqua.2008.03.004

